[ D M D C Information and Technology for Better Decision Making

2007 Workplace and Equal
Opportunity Survey of Reserve

Component Members

Overview Report




Additional copies of this report may be obtained from:
Defense Technical Information Center
ATTN: DTIC-BRR
8725 John J. Kingman Rd., Suite #0944
Ft. Belvoir, VA 22060-6218
Or from:
http://www.dtic.mil/dtic/order.html
Ask for report by ADA 491 982




DMDC Report No. 2007-039
January 2008

2007 WORKPLACE AND EQUAL OPPORTUNITY
SURVEY OF RESERVE COMPONENT MEMBERS

Kenneth Matos
Rachel N. Lipari
Defense Manpower Data Center

Defense Manpower Data Center
Human Resources Strategic Assessment Program

1600 Wilson Boulevard, Suite 400, Arlington, VA 22209-2593




Acknowledgments

Defense Manpower Data Center (DMDC) is indebted to numerous people for their
assistance with the 2007 Workplace and Equal Opportunity Survey of Reserve Component
Members, which was conducted on behalf of the Office of the Under Secretary of Defense for
Personnel and Readiness (OUSD[P&R]). DMDC’s survey program is conducted under the
leadership of Timothy Elig, Division Chief of the Human Resources Strategic Assessment
Program (HRSAP).

Policy officials contributing to the development of this survey include: James Love and
Jerry Anderson (ODUSD[EOQ]), Arthur Cresce and Angela Brittingham (U.S. Census Bureau),
and James Scott and CAPT James Montgomery (USCGR).

DMDC’s Program Evaluation Branch under the guidance of Brian Lappin, Branch Chief,
is responsible for the development of the questionnaires in DMDC’s survey program. The lead
developer of this survey was Rachel Lipari. In addition, she and Kenneth Matos designed the
unique presentation of complex items used in this overview report.

DMDC'’s Survey Technology Branch, under the guidance of Fred Licari, Branch Chief,
and James Caplan, former Branch Chief, is responsible for monitoring the survey operations
contractor, ensuring that survey data collected by DMDC meets all regulatory requirements, and
obtaining all necessary approvals, including meeting the requirements of the common rule for the
use of human subjects in research. Data Recognition Corporation (DRC) performed data
collection and editing.

DMDC'’s Personnel Survey Branch, under the guidance of David McGrath, Branch Chief,
and Jean Fowler, former Branch Chief, is responsible for sampling and weighting methods used
in the survey program, as well as monitoring the survey. Carla Scanlan used DMDC’s Sampling
Tool to plan the sample. Susan Reinhold and Carole Massey, DMDC, and Deborah West,
Northrup Grumman Corporation, provided programming support for the sampling and weighting
tasks. WESTAT created the final weights for the survey data. The lead Operations analyst on
this report was Margaret Coffey, DMDC, supported by Tyler Blouin, Consortium Research
Fellow.

The authors of this report are indebted to Jacqueline Malone, SRA International, Inc.,
who formatted and assembled this report. A team consisting of Susan Zalac and Ellen
Whiteman, Consortium Research Fellows, completed quality control for this report.

il



2007 WORKPLACE AND EQUAL OPPORTUNITY SURVEY OF
RESERVE COMPONENT MEMBERS

Executive Summary

This report provides the results of the 2007 Workplace and Equal Opportunity Survey of
Reserve Component Members (WEOR2007). The Defense Manpower Data Center (DMDC)
conducted the survey as part of the quadrennial cycle of human relations surveys outlined in
Title 10 U. S. Code Section 481. Section 481 mandates that the Secretary of Defense to conduct
cross-Reserve component surveys to identify and assess racial/ethnic and gender issues and
discrimination among members of the Armed Forces.

DMDC conducted the mainly Web-based WEOR2007 in August-November 2007,
sending paper questionnaires to members who had not responded by mid-September. DMDC
received completed surveys from 23,170 eligible respondents for a weighted response rate of
32%. The WEOR2007 is the first DMDC survey on racial/ethnic issues in the Reserve
components and was modeled on the previous DMDC surveys of these issues, the Armed Forces
1996 Equal Opportunity Survey (EOS1996) and the 2005 Workplace and Equal Opportunity
Survey of Active-Duty Members (WEOA2005).

This report includes descriptions of the WEOR2007 survey content and methodology
including a description of how respondents are classified based on Office of Management and
Budget’s (OMB) requirements outlined in the Standards for Maintaining, Collecting, and
Presenting Federal Data on Race and Ethnicity (1997). In addition, this report includes an
analysis of Reserve component members’ perceptions of the prevalence of racial/ethnic
harassment and discrimination in the Reserve components, details of incidents they have
experienced, the extent of racist/extremist group activity, the effectiveness of Department of
Defense (DoD) and Reserve component policies on racial/ethnic issues, and the state of racial/
ethnic relations in the military and in the nation. This executive summary briefly explains
OMB’s requirements for reporting race/ethnicity and then summarizes the major survey results.

Reporting Groups

Survey results are reported by race/ethnicity, Reserve component, and paygrade.
Consistent with OMB’s race/ethnicity reporting requirements, WEOR2007 results are reported at
the most disaggregated level possible while preserving the reliability and confidentiality of data.
Respondents are classified into seven mutually exclusive racial/ethnic reporting categories
consistent with requirements of the Office of Management and Budget (Standards for
Maintaining, Collecting, and Presenting Federal Data on Race and Ethnicity, 1997).

e White: persons marking only White and not reporting being Hispanic

e Black: persons marking only Black or African American and not reporting being
Hispanic

e Hispanic: persons marking they are Spanish/Hispanic/Latino, regardless of how they
answered the item on race

e Asian: persons marking only Asian and not reporting being Hispanic
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¢ AIJAN (American Indian/Alaska Native): persons marking only American Indian or
Alaska Native and not reporting being Hispanic

e NHPI (Native Hawaiian/Pacific Islander): persons marking only Native Hawaiian or
other Pacific Islander and not reporting being Hispanic

e Two or More Races: persons marking two or more of the races (White, Black,
Asian, American Indian/Alaska Native, and Native Hawaiian/Pacific Islander) and
not reporting being Hispanic

The Reserve component categories include Army National Guard (ARNG), U.S. Army
Reserve (USAR), U.S. Navy Reserve (USNR), U.S. Marine Corps Reserve (USMCR), Air
National Guard (ANG), and U.S. Air Force Reserve (USAFR).

The paygrade categories include junior enlisted (E1-E4), senior enlisted subgroup
includes the (ES-E9), junior officers (O1-03), and senior officers (04-06).

Findings

This Executive Summary first addresses the measurement approach followed by Reserve
component members’ responses to questions about the frequency of their personal experiences of
behaviors that might constitute racial/ethnic discrimination or harassment. Most questions asked
Reserve component members to consider conditions and events in the 12 months prior to
completing the survey. The subsequent sections of the Executive Summary present topline
findings for:

¢ The “one situation” that was the most bothersome (e.g., that had the greatest effect)
for Reserve component members

e  Whether their leaders “make honest and reasonable efforts to stop racial/ethnic
harassment and discrimination”

e How many times Reserve component members received training from military
sources on topics related to racial/ethnic harassment and discrimination and the
effectiveness of the training in eliminating or reducing incidents of racial/ethnic
harassment and discrimination

® Perceptions of the enforcement of an equal opportunity climate, specifically
perceptions of freedom from harassment, discrimination, and reprisal for reporting

e Comparisons of racial/ethnic relations at in the military and in members’
communities, both currently and over the last five years

e Experiences with extremist organizations and hate groups on the installation/ship and
in the local community

e Experiences with gang activities

Measuring Race/Ethnic Experiences

In the 2007 survey, Reserve component members had an opportunity to indicate whether
they experienced one or more 43 race/ethnicity-related behaviors in the 12 months before taking
the survey. These 43 behaviors are grouped into 8 contributing factor rates that compose two
overall rates: Member Experiences of Harassment/Discrimination in the DoD Community and
Member Experiences of Harassment/Discrimination in the Civilian Community. The
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categorization of the two overall experience rates and their contributing factor rates is illustrated
in Figure 1. The number of survey items used in calculating each factor is shown in the figure.

Figure 1.
Relationships Among Racial/Ethnic-Related Behavior Incident Rates

Overall Harassment/Discrimination in the Harassment/Discrimination in the Civilian
Experience DoD Community Community
Rates (30 items) (13 items)

( «Offensive Encounters in the DoD +Offensive Encounters in the Civilian
Community (9 items) Community (9 items)
*Harm or Threat in the DoD Community *Harm or Threat of Harm in the Civilian
Contributing (4 items) Community (4 items)
Factor < *Assignment Career Discrimination

(7 items)
*Evaluation Discrimination (4 items)
Training/Test Score Discrimination
(4 items)

\ *Undue Punishment (2 items)

Rates

To be included in any rate, two conditions were required. First, Reserve component
members had to indicate they experienced at least one of the race/ethnicity-related behaviors
comprising the rate.' Second, members had to indicate they considered at least one behavior
they experienced in the list of 43 behaviors to be racial/ethnic harassment or discrimination.
Rates overall and for each contributing factor are shown in Figure 2.

! A Reserve component member is included in a contributing factor rate if he or she endorsed one survey item, more
than one survey item, or all survey items included in that contributing factor. That is, a member is counted in a
contributing factor rate only once regardless of the number of items he or she endorsed. Note also that a respondent
is only counted once in an overall experience rate even though he or she might be counted in more than one
contributing factor rate comprising that overall experience rate.



Figure 2.
WEOR2007 Racial/Ethnic-Related Behavior Incident Rates

Overall Harassment/Discrimination in the Harassment/Discrimination in the Civilian
Experience DoD Community Community
Rates (6%) (9%)

«Offensive Encounters in the DoD +Offensive Encounters in the Civilian
Community (5%) Community (9%)
*Harm or Threat in the DoD Community *Harm or Threat of Harm in the Civilian
Contributing (2%) Community (2%)
Factor < +Assignment Career Discrimination

(5%)
Evaluation Discrimination (4%)
Training/Test Score Discrimination
(3%)

\ *Undue Punishment (2%)

Rates

Margins of error 1 to 16

Harassment/Discrimination in the DoD Community. Overall, 6% of members indicated
experiencing harassment/discrimination within the DoD community. Blacks (9%), Hispanics
(6%), and Asians (7%) were more likely than Whites (2%) to indicate experiencing harassment/
discrimination within the DoD community. USAR (7%) members were more likely than
members in the other Reserve components to indicate experiencing harassment/discrimination
from other DoD/Service/Reserve component personnel, whereas ANG (4%) members were less
likely. Senior enlisted (7%) members were more likely than those in the other paygrades to
indicate experiencing harassment/discrimination from members of the DoD community, whereas
senior officers (3%) were less likely.

Each of the contributing factor rates ranged from 2%-5%. The highest rates (both 5%)
were Offensive Encounters in the DoD Community and Assignment/Career Discrimination with
ANG members and senior officers (both 3%) were less likely to indicate experiencing either.
Senior enlisted (5%) members were more likely to indicate experiencing Assignment/Career
Discrimination.

Blacks, Hispanics, and Asians were more likely than Whites to indicate experiencing
Offensive Encounters in the DoD Community, Harm or Threat of Harm in the DoD Community,
Assignment/Career Discrimination, Evaluation Discrimination, Training/Test Scores
Discrimination and Undue Punishment. Blacks were typically more likely to indicate
experiencing each of the contributing factors (4%-13%) than any of the other racial/ethnic
groups.

ANG members were less likely to indicate experiencing each of the contributing factors,
except Harm or Threat of Harm in the DoD Community and Undue Punishment. Senior enlisted
members were more likely to indicate experiencing Assignment/Career Discrimination (5%) and
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Evaluation Discrimination (5%). Senior officers were less likely to indicate experiencing each
of the contributing factors, except Undue Punishment.

Harassment/Discrimination in the Civilian Community. Overall, 9% percent of
members indicated experiencing harassment/discrimination within their civilian community,
with Blacks (14%), Hispanics (14%), Asians (11%), and those of Two or More Races (18%)
more likely than Whites (6%) and AIANs (6%) to indicate experiencing it. No differences were
found by Reserve component or paygrade.

Of the two contributing factors, Offensive Encounters in the Civilian Community (9%) is
more common than Harm or Threat of Harm in the Civilian Community (2%). All racial/ethnic
groups, except AIANs and NHPIs, were more likely than Whites to indicate experiencing
offensive encounters in the civilian community. No differences were found by Reserve
component or paygrade in experiences of Offensive encounters in the Civilian Community. No
differences were found between racial/ethnic groups or Reserve components in experiences of
Harm or Threat of Harm in the Civilian Community. Senior officers (1%) were less likely than
members in the other paygrades to indicate experiencing Harm or Threat of Harm in the Civilian
Community.

Combination of DoD and Civilian Community Harassment/Discrimination Rates. The
majority (88%) of Reserve component members did not indicate experiencing any racial/ethnic
harassment or discrimination in the 12 months before the survey. Two percent of Reserve
component members indicated experiencing a combination of harassment/discrimination in both
the DoD and civilian communities. Four percent of Reserve component members indicated
experiencing only Harassment/Discrimination in the DoD Community and 7% indicated
experiencing only Harassment/Discrimination in the Civilian Community.

One Situation

Characteristics of the One Situation. Reserve component members who indicated that
they experienced at least one racial/ethnic behavior in the DoD community” were asked to
consider the “one situation” occurring in the 12 months prior to taking the survey that was the
most bothersome to them. While Reserve component members were asked about experiences of
racial/ethnic discrimination or harassment in both the DoD and their civilian communities, the
items on the one situation are limited to experiences in the DoD community. Following are
general characteristics of the one situation:

e Overall, the majority of members (53%) indicated that all the behaviors in the
situation occurred on base, 32% indicated the situation occurred off base only, and
15% indicated behaviors occurred both on and off base
— USMCR (44%) members were less likely than members in the other Reserve

components to indicate that all behaviors occurred on base

* Overall, 57% of Reserve component members indicated they experienced at least one racial/ethnic behavior in the
DoD community. This rate is higher than the rate of Harassment/Discrimination in the DoD Community (6%)
because it includes Reserve component members who did not consider their experiences to be racial/ethnic
harassment or discrimination.
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— Junior officers were more likely to indicate that all behaviors occurred on base
(59%) and less likely to indicate that all behaviors occurred off base (25%)
® 50% indicated offenders were White, 25% Black, and 13% Hispanic; Asians, AIANs
and NHPIs were less frequently indicated as offenders (2-4%)
® 86% indicated at least one of the offenders were military personnel, 3% indicated
they were all civilian personnel, and 11% indicated offenders included both military
personnel and civilian personnel
— ARNG (90%) and USMCR (94%) members were more likely to indicate that the
offenders were all military, whereas ARNG (8%) and USMCR (4%) were less
likely to indicate the offenders included both military and civilian personnel
— Senior officers (79%) were less likely to indicate that the offenders were all
military
® 34% indicated a person of higher rank/grade, 33% of members indicated that the
offenders included someone in their chain of command, 32% indicated a military
coworker, 23% indicated the offenders included some other military person, and 15%
indicated a military subordinate
— USNR (27%) and USMCR (24%) members were less likely to indicate that the
offender was in their chain of command, whereas USNR (27%) members were
less likely to indicate that the offender was another person of higher rank/grade
— Senior enlisted (36%) members were more likely to indicate that the offender was
in their chain of command, whereas junior enlisted (28%) members were less
likely

Handling and Reporting of the One Situation. Members were asked if and to whom
they decided to report the situation. They were also asked about the occurrence of professional
and social retaliation as consequences of making a report. Members who decided not to report
the situation were asked their reasons for not doing so. Following are characteristics based on
the one situation:

® 31% percent of those who experienced an incident of racial/ethnic harassment/

discrimination-related behaviors indicated they reported the situation to one or more

military authorities

— 25% reported to someone in their chain of command; 18% to someone in the
chain of command of the person who did it; 11% to some other person with
responsibility for follow-up; 8% to a chaplain, counselor, ombudsman, or health
care provider; and 6% to a special military office responsible for handling these
kinds of complaints®

— USMCR members were less likely to report to someone in their chain of
command (11%); to someone in the chain of command of the person who did it
(8%); to some other person with responsibility for follow-up (5%)j; or to a special
military office responsible for handling these kinds of complaints (3%)

— Senior enlisted members were more likely to report to someone in their chain of
command (28%) or to someone in the chain of command of the person who did it

? Reserve component members were included in the percentages for each military authority to whom they reported,
resulting in a sum greater than the 31% of Reserve component members who reported to any military authority.
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(21%), whereas junior enlisted members were less likely to report to someone in
their chain of command (20%)
Of those who reported the situation, 24% indicated experiencing professional
retaliation and 22% experienced social retaliation
Of those who reported the situation, negative outcomes of reporting included
complaint discounted (36%), no knowledge of action taken (33%), no action taken
(33%), and being encouraged to drop the complaint (20%)
Of those who did not report their experience, the most frequently cited reasons for not
reporting were:
— Not important enough to report (53%)
— Took care of it themselves (37%)
— Thought nothing would be done (25%)
— Feared reporting would make the work situation unpleasant (25%)
— Feared being labeled a troublemaker (21%)
— Felt uncomfortable making a report (20%)
— Thought reporting would take too much time and effort (20%)

Promoting an Equal Opportunity Climate

Leadership. Reserve component members were asked whether their leaders “make
honest and reasonable efforts to stop racial/ethnic harassment and discrimination, regardless of
what is said officially.” Results follow for three levels of leaders, senior leadership of the
Reserve component, senior leadership of the installation/ship, and immediate supervisors:

Overall, 69% of Reserve component members indicated the senior leadership of their

Reserve component is making honest efforts to stop harassment and discrimination

— All racial/ethnic groups were more likely than Blacks to indicate that their
Reserve component leaders are making honest efforts

— USNR (74%) and ANG (75%) members were more likely to indicate agreement,
whereas USAR (64%) members were less likely

— Senior enlisted (70%) members and senior officers (79%) were more likely to
indicate agreement, whereas junior enlisted (63%) members were less likely

Overall, 68% of Reserve component members indicated their installation/ship leaders

are making honest efforts to stop harassment and discrimination

— All racial/ethnic groups were more likely than Blacks to indicate that their
installation/ship leaders are making honest efforts to stop harassment and
discrimination

— USNR (75%) and ANG (77%) members were more likely to indicate agreement,
whereas USAR (63%) members were less likely

— Senior enlisted (71%) members and senior officers (81%) were more likely to
indicate agreement, whereas junior enlisted (61%) members were less likely

Overall, 72% of Reserve component members indicated their immediate supervisors

are making honest efforts to stop harassment and discrimination

— All racial/ethnic groups, except Asians and NHPIs, were more likely than Blacks
to indicate that their immediate supervisors are making honest efforts

X



— USNR (76%) and ANG (78%) members were more likely to indicate agreement,
whereas USAR (68%) members were less likely

— Senior enlisted (74%) members, junior officers (77%) and senior officers (83%)
were more likely to indicate agreement, whereas junior enlisted (65%) members
were less likely

Military Attention to Racial/Ethnic Harassment and Discrimination. Reserve
component members were asked whether they thought the military has paid too much or too little
attention to racial/ethnic harassment and discrimination in the past several years. Overall, 64%
of Reserve component members indicated the military has paid the right amount of attention to
racial/ethnic harassment and discrimination, whereas 24% indicated too much attention has been
paid to this issue and 12% thought too little attention has been paid to this issue. Whites (30%)
were more likely than all racial ethnic groups, except AIANS, to indicate that the military has
paid too much attention, whereas Blacks (39%) were more likely than all racial ethnic groups to
indicate that the military has paid too little attention. USMCR (30%) members were more likely
to indicate too much attention, whereas USAR (16%) members were more likely to indicate too
little attention. Senior officers (30%) were more likely to indicate too much attention, whereas
senior enlisted (13%) members were more likely to indicate too little attention.

Training. Reserve component members were asked if they had received training from
military sources during the 12 months before taking the survey on topics related to racial/ethnic
harassment and discrimination. Those who had received training were asked how many times
they received such training and how effective the training was in eliminating or reducing
incidents of racial/ethnic harassment and discrimination. Findings include:

e 74% of Reserve component members indicated they received training on topics
related to racial/ethnic harassment and discrimination
— Whites (77%) were more likely than Blacks (68%), Hispanics (68%), and Asians
(69%) to indicate they had received training
— USNR (83%) and ANG (82%) members were more likely to indicate they had
received training, whereas ARNG (70%) members were less likely
— Senior enlisted (78%) members, junior officers (78%) and senior officers (79%)
were more likely to indicate they had received training, whereas junior enlisted
(67%) members were less likely
e Reserve component members who received training indicated receiving an average of
2.4 training events
— Of those who received training, ARNG and USAR (both 2.7) indicated receiving
greatest number of training events, whereas USNR (2.3), ANG (1.8), and USAFR
(1.8) members indicated receiving the least
— Of those who received training, junior enlisted (3.1) members indicated receiving
greatest number of training events, whereas senior enlisted (2.2) members, junior
officers (2.1) and senior officers (1.9) indicated receiving the least
e Of those who received training, 39% indicated their training was very effective in
reducing or preventing racial/ethnic harassment and discrimination; 42% indicated
their training was moderately effective; 14% indicated their training was slightly
effective; and 5% indicated their training was not at all effective



— Of those who received training, Blacks (41%), Hispanics (46%), and NHPIs
(48%) were more likely than Asians (31%) to indicate their training was very
effective in reducing or preventing racial/ethnic harassment and discrimination;
Hispanics were more likely than Whites (38%) to indicate their training was very
effective in reducing or preventing racial/ethnic harassment and discrimination

— Of those who received training, junior enlisted (44%) members were more likely
to indicate their training was very effective, whereas junior officers and senior
officers (both 30%) were less likely

Enforcement. Reserve component members were asked whether members of their work
groups would feel free to report racial/ethnic harassment and discrimination without fear of
reprisal. Sixty percent of members indicated that, to a large extent, members of their work
groups would feel free to report. Whites (65%) were more likely than all racial/ethnic groups,
except those of Two or More Races (65%), to indicate that, to a large extent, members of their
work groups would feel free to report. USNR (66%) and UASFR (67%) members were more
likely to indicate that, to a large extent, members of their work groups would feel free to report,
whereas ARNG (57%) members were less likely. Junior (66%) and senior officers (78%) were
more likely to indicate that, to a large extent, members of their work groups would feel free to
report, whereas junior enlisted (53%) members were less likely.

Perceptions of Opportunity and Global Attitudes

Social Conditions and Race Relations Over the Last Five Years. Reserve component
members were asked to indicate whether race relations were better overall in the military or in
the civilian world. They were also asked for their general perceptions of whether race relations
had improved in the military and in the nation over the past five years. Findings included:

e Reserve component members were more positive in their assessment of freedom from
harassment for people of their racial/ethnic background in the military (33%)
compared to the civilian world (4%)

— Hispanics (39%) and Blacks (39%) were more likely than Whites (30%) to
indicate that freedom from harassment was better in the military. Blacks (6%),
Hispanics (7%), and Asians (8%) were more likely than Whites (3%), AIANs
(3%), and NHPIs (3%) to indicate that that freedom from harassment was better in
the civilian world.

— USAFR (39%) members were more likely to indicate that freedom from
harassment was better in the military, whereas USMCR (27%) members were less
likely

— Senior enlisted (34%) members and senior officers (38%) were more likely to
indicate that freedom from harassment was better in the military, whereas junior
enlisted (29%) members were less likely

e Reserve component members were more positive in their assessment of freedom from
discrimination for people of their racial/ethnic background in the military (33%)
compared to the civilian world (4%)

— Hispanics (39%) and Blacks (41%) were more likely than Whites (31%) to
indicate that freedom from discrimination was better in the military. Blacks (6%)
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Hispanics (8%) and Asians (9%) were more likely than Whites (3%) and NHPIs
(3%) to indicate that freedom from discrimination was better in the civilian world.

— USAFR (39%) members were more likely to indicate that freedom from
discrimination was better in the military, whereas USMCR (27%) members were
less likely

— Senior officers (40%) were more likely to indicate that freedom from
discrimination was better in the military, whereas junior enlisted (30%) members
were less likely

® 43% percent of Reserve component members indicated race relations in the nation are

better today than they were five years ago; 41% indicated they were the same as five

years ago; and 17% indicated they were worse

— All racial/ethnic groups were more likely than Blacks to indicate that that race
relations in the nation are better today

— Senior enlisted (41%) members were less likely to indicate that race relations in
the nation are better today

® 52% percent of Reserve component members with five or more years of service

indicated race relations in the military are better today than they were five years ago;

45% indicated they were the same as five years ago; and 4% indicated they were

worse

— All racial/ethnic groups, except those of Two or More Races, were more likely
than Blacks (38%) to indicate that that race relations in the military are better

— USNR (57%) members were more likely to indicate that race relations in the
military are better

— Senior officers (55%) were more likely to indicate that race relations in the
military are better, whereas junior enlisted (6%) were more likely to indicate that
race relations in the military are worse

Extremist Organizations, Hate Crimes and Gang Activities

Reserve component members were asked whether extremist organizations, hate groups,
and gangs were a problem at their military duty station and in the local community.

Racist/Extremist Organizations. Reserve component members were asked about the
extent to which racist, extremist, or hate groups were present and caused problems at their
military duty station and in their local community where they lived. Findings include:

® [-3% of members indicated racist/extremist organizations are a large problem at their
military duty station
— Asians (3%) were more likely than Whites, AIANs, and NHPIs (all 1%) to
indicate racist/extremist organizations are a large problem
— Junior enlisted (2%) members were more likely than members in the other
paygrades to indicate racist/extremist organizations are a large problem at their
military duty station, whereas senior officers (<1%) were less likely
® 2-3% of members indicated racist/extremist organizations are a large problem in their
local community
— Junior enlisted (3%) members were more likely than members in the other
paygrades to indicate racist/extremist organizations are a large problem in their
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local community, whereas junior officers and senior officers (both 1%) were less
likely

Hate Groups. Reserve component members were asked about the extent to which hate
groups were present and caused problems at their military duty stations and in the local
community around where they lived. Findings include:

® 1-3% of members indicated hate groups are a large problem at their military duty

station
— Asians (3%) were more likely than Whites (1%), AIANs (1%), NHPIs (1%), and

those of Two or More Races (<1%) to indicate hate groups are a large problem

— Junior enlisted (2%) members were more likely than members in the other
paygrades to indicate hate groups are a large problem at their military duty
station, whereas senior officers (<1%) were less likely

* 2-3% of members indicated hate groups are a large problem in their local community

— Junior officers and senior officers (both 1%) were less likely than members in the
other paygrades to indicate hate groups are a large problem in their local
community

Gangs. Reserve component members were asked about the extent to which gangs caused
problems at their military duty stations and in the local community where they lived. Findings

include:

® 1-3% of members indicated gangs are a large problem at their military duty station
— Blacks, Hispanics and Asians (all 3%) were more likely than Whites and those of
Two or More Races (both 1%) to indicate gangs are a large problem
®  6-10% of members indicated gangs are a large problem in their local community
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2007 WORKPLACE AND EQUAL OPPORTUNITY SURVEY OF
RESERVE COMPONENT MEMBERS

Chapter 1: Introduction

The Department of Defense (DoD) is committed to eliminating all forms of racial/ethnic
harassment and discrimination. Such behavior diminishes respect for individuals, impairs
personnel and unit readiness and performance, and adversely affects recruitment and retention.
For more than 50 years, DoD has sought to eliminate distinctions based on members’ race and
ethnicity through policies and programs. The 2007 Workplace and Equal Opportunity Survey of
Reserve Component Members (WEOR2007) is one source of information for evaluating the
effectiveness of these programs and assessing the overall racial/ethnic environment in the
military.

The WEOR2007 is part of a quadrennial cycle of human relations surveys outlined in
Title 10 U. S. Code Section 481. The quadrennial cycle started with the 2002 Workplace and
Gender Relations Survey of Active-Duty Members and continued with the 2004 Workplace and
Gender Relations Survey of Reserve Component Members and the 2005 Workplace and Equal
Opportunity Survey of Active-Duty Members. The four-year cycle is completed by the 2007
Workplace and Equal Opportunity Survey of Reserve Component Members.

The WEOR2007 is the first Joint-Service survey of racial/ethnic harassment and
discrimination in the Reserve component. The survey design incorporated the best practices and
survey measures developed in 11 years of DMDC survey research on these issues in the active
duty military population. The WEOR2007 was modeled on the pioneering Armed Forces 1996
Equal Opportunity Survey (EOS1996) survey and the subsequent 2005 Workplace and Equal
Opportunity Survey of Active-Duty Members (WEOA2005). The core measures for assessing
racial/ethnic harassment and discrimination in the EOS71996 and WEOA2005 were slightly
adapted and shortened for use with the Reserve components.4 For example, while the EOS1996
and WEOA2005 include detailed questions about the circumstances of experiences of racial/
ethnic harassment or discrimination in either the DoD or civilian communities, the WEOR2007
survey focuses on Reserve component members’ experiences within the DoD community. In
addition, as the families of Reserve component members generally are not as deeply embedded
in the military community as active duty members’ families, the survey did not assess spouse or
children’s experiences of racial/ethnic insensitivity, harassment or discrimination. These
adaptations reduce survey burden while still providing information for program evaluation.

This chapter provides an overview of the survey content, how the survey was analyzed
for this report, and how it differs from the concurrently released WEOA2005 report. In addition,
this chapter includes estimates of the racial/ethnic composition of the Reserve component force
and how it compares to national population estimates. Finally, an overview of the survey
methodology is provided.

* Trend comparisons between the WEOR2007, the EOS1996 and/or the WEOA2005 are not included in this report
due to differences in survey populations (Active duty vs. Reserve component members) and questions.



Overview of Report
Survey Content by Chapter

The principal purpose of the WEOR2007 was to report attitudes and perceptions about
personnel programs and policies, including estimates of the incident rates and consequences of
racial/ethnic harassment and discrimination. The survey examined Reserve component
members’ perceptions of personnel issues in the military and policies intended to ensure fair
treatment and equal opportunity (EO) in DoD. The WEOR2007 included questions regarding
Reserve component members’ experiences of racial/ethnic harassment and discrimination in the
12 months before survey administration. It also included questions on members’ views of the
effectiveness of DoD and Reserve component training, policies, and programs to prevent and
respond to incidents of racial/ethnic harassment and discrimination, as well as their perceptions
of progress the military and the nation have made in eliminating such incidents. The survey was
subdivided into multiple topic areas.

Topics covered in this report are organized into five chapters, ranging from self-reports of
experiences of racial/ethnic harassment/discrimination (Chapters 2 and 3), to perceptions of
prevention and trends in the social conditions that affect the U.S. military (Chapters 4 and 5) and
perceptions of extremist groups, hate crimes, and gang activities (Chapter 6).

Chapter 2 summarizes perceptions of race relations and Reserve component members’
self-reports on experiences of racial/ethnic discrimination or harassment behaviors directed at
them. This chapter includes the 12-month incident rates of racial/ethnic harassment and
discrimination. This material covers Reserve component members’ personal experiences,
including the types and frequency of personal experiences related to race/ethnicity and the
responsibility of DoD and the Reserve components to prevent racial/ethnic harassment and/or
discrimination.

Chapter 3 covers details about Reserve component members’ most bothersome
experience of race/ethnicity-related harassment and discrimination. Results are presented for the
types of incidents experienced, where they occurred, characteristics of offenders in the most
bothersome situation, frequency of reporting and reasons for not reporting incidents of racial/
ethnic harassment and discrimination behaviors.

Chapter 4 covers Reserve component members’ perceptions of the effectiveness of the
Reserve components’ efforts to eliminate racial/ethnic harassment and discrimination. This
includes members’ views on current racial/ethnic policies and leadership practices, frequency
and perceived effectiveness of training on racial/ethnic harassment and discrimination, and the
effectiveness of Reserve components’ efforts to eliminate racial/ethnic harassment and
discrimination.

Chapter 5 describes Reserve component members’ perceptions of historical and military/
civilian comparisons of the prevalence of racial/ethnic harassment and discrimination.

Chapter 6 presents findings on Reserve component members’ perceptions of racist and
extremist groups (e.g., hate groups and gangs), as directed by Title 10 U. S. Code Section 481.



Analysis Groups

As shown in Table 1, survey results are reported by race/ethnicity, Reserve component
and paygrade. Consistent with the OMB 1997 race/ethnicity reporting requirements, WEOR2007
results are reported at the most disaggregated level possible while preserving the reliability and
confidentiality of data. Respondents are classified into seven mutually exclusive racial/ethnic
reporting categories consistent with requirements of the Office of Management and Budget
(Standards for Maintaining, Collecting, and Presenting Federal Data on Race and Ethnicity,
1997).

e White: persons marking only White and not reporting being Hispanic

® Black: persons marking only Black or African American and not reporting being
Hispanic

e Hispanic: persons marking they are Spanish/Hispanic/Latino, regardless of how they
answered the item on race

e Asian: persons marking only Asian and not reporting being Hispanic

e AIJAN (American Indian/Alaska Native): persons marking only American Indian or
Alaska Native and not reporting being Hispanic

e NHPI (Native Hawaiian/Pacific Islander): persons marking only Native Hawaiian or
other Pacific Islander and not reporting being Hispanic

e Two or More Races: persons marking two or more of the races (White, Black,
Asian, American Indian/Alaska Native, and Native Hawaiian/Pacific Islander) and
not reporting being Hispanic

The Reserve component categories include Army National Guard (ARNG), U.S. Army
Reserve (USAR), U.S. Navy Reserve (USNR), U.S. Marine Corps Reserve (USMCR), Air
National Guard (ANG), and U.S. Air Force Reserve (USAFR).5

The paygrade categories include four subgroups. The junior enlisted subgroup includes
the E1-E4 enlisted paygrades. The senior enlisted subgroup includes the ES-E9 enlisted
paygrades. The junior officer subgroup includes O1-O3 commissioned officers. The senior
officer subgroup includes O4-O6 commissioned officers.

> Though USCGR members were included in the survey, results for the USCGR are not included in the report since
it is not required by Title 10 U. S. Code Section 481.



Table 1.

Racial/Ethnic Categories Used in WEOR2007

Reporting Response
Category Groups
Army U.S. Army | U.S.Navy | U.S. Marine | Air National | U.S. Air
Reserve National Reserve Reserve Corps Guard (ANG) Force
component Guard (USAR) (USNR) Reserve Reserve
(ARNG) (USMCR) (USAFR)
Paygrade Junior Senior Junior Senior
Enlisted Enlisted Officers Officers
Members Members (01-03) (04-06)
(E1-E4) (E5-E9)
Racial/ethnic White Black Hispanic American Asian Native  [Two or More
categories Indian or Hawaiian or Races
Alaska Other Pacific
Native Islander
(ATAN) (NHPI)

Analysis Groups in Perspective

To gain a full perspective on the results of the WEOR2007 surveys, it is important to view
the racial/ethnic composition within the military and comparisons to the overall composition of
the U.S. population (Table 2 and Table 3). Comparisons between the Reserve components and
the civilian population are complicated by numerous factors, including differences in age

distribution.

Overall, Whites were overrepresented in DoD compared to their proportion of the civilian
population, whereas Hispanics and Asians were underrepresented across all age groups. Blacks
were overrepresented in DoD in the 35 to 44 and 45 to 44 age groups.

Table 2.

Percent of U.S. Civilians Ages 18 to 54, by Race/Ethnicity

Population White Black Hispanic ATAN Asian NHPI Two/More
Civilian Total 64 13 16 1 5 <l 1

18 to 24 years 61 15 17 1 4 <1 2

25 to 34 years 58 14 20 1 6 <1 2

35 to 44 years 64 13 16 1 5 <1 1

45 to 54 years 71 12 11 1 4 <1 1

Note. Rounded to whole percentages except as shown. AIAN—American Indian/Alaska Native.
NHPI—Native Hawaiian/Pacific Islander. Row totals do not always sum to 100% due to rounding.
Sources: Population Division, U.S. Census Bureau.




Table 3.
Percent of Reserve Component Members Ages 18 to 54, by Race/Ethnicity

Population White Black Hispanic AIAN Asian NHPI Two/More
DoD Total 70 15 9 1 2 <1 1

18 to 24 years 72 13 9 1 3 <1 <1

25 to 34 years 68 15 10 1 3 1 1

35 to 44 years 69 16 8 1 2 <1 1

45 to 54 years 70 17 8 1 2 <1 <1
Note. AIAN—American Indian/Alaska Native. NHPI—Native Hawaiian/Pacific Islander. Row totals do not always sum to 100% due to
rounding.

Sources: DMDC, Reserve Personnel Master File

The Reserve components also varied in their racial/ethnic composition (Table 4). Among
Whites, the ANG (81%) had the highest and the USAR (60%) had the lowest representation.
Among Blacks, the USAR (22%) had the highest representation and the USMCR (8%) had the
lowest. Among Hispanics, the USMCR and the USNR (both 13%) had the highest
representation and the ANG (6%) had the lowest. The proportions of Asians, AIANs, NHPIs,
and members of Two or More Races were similar across all Reserve components.

Within each paygrade, Whites had the highest representation among junior officers (77%)
and senior officers (83%), whereas Blacks and Hispanics had the highest representation among
junior enlisted and senior enlisted.

Table 4.
Percent of Reserve Component Members, by Reserve Component, Paygrade Group, and Race/
Ethnicity

Response Group White Black Hispanic AIAN Asian NHPI Two/More
DoD Total 70 15 9 1 2 <1 1
ARNG 75 13 8 1 2 <1 <1
USAR 60 22 12 1 3 1 <1
USNR 61 15 12 2 4 <1 2
USMCR 70 7 12 1 3 1 1
ANG 79 8 6 1 2 1 1
USAFR 70 16 7 <1 2 1 1
E1-E4 68 15 10 1 3 1 <1
E5-E9 69 16 9 1 2 <1 <1
01-03 75 11 6 1 3 <1 1
04-06 82 8 4 <1 2 <1 <1

Note. AIAN—American Indian/Alaska Native. NHPI—Native Hawaiian/Pacific Islander. Row totals do not always sum to 100% due to
rounding. ARNG—Army Reserve/National Guard. USAR—Army Reserve. USNR—Navy Reserve. USMCR—Marine Corps Reserve.
ANG—Air National Guard. USAFR—A:ir Force Reserve

Sources: DMDC, Reserve Personnel Master File



The paygrade composition of each of the Reserve components varies to reflect the
primary mission of the component. The WEOR 2007, survey sample was designed to ensure
adequate representation of all the Reserve components and paygrades even though members are
unevenly distributed across the various paygrades in each Reserve component (Table 5). For
example, 67% of the eligible respondents in the USMCR were junior enlisted members, whereas
only 18% of the eligible respondents in the USAFR were junior enlisted members. Conversely,
18% of eligible respondents in the USNR were senior officers, whereas 4% of those in the
ARNG were senior officers.

Table 5.

Percent of Reserve Component Members by Reserve Component and Paygrade Group
Response Group E1-E4 ES-E9 W1-W5§ 01-03 04-06

DoD Total 36 48 1 6 8

ARNG 47 42 2 6 4

USAR 34 47 2 7 11

USNR 21 55 <1 5 18

USMCR 67 25 1 1 7

ANG 20 67 <1 5 8

USAFR 18 59 <1 6 17

Note. Row totals do not always sum to 100% due to rounding. ARNG—Army Reserve/National Guard. USAR—Army Reserve. USNR—
Navy Reserve. USMCR—Marine Corps Reserve. ANG—Air National Guard. USAFR—AIir Force Reserve
Source: DMDC, WEOR2007

Analysis Procedures

Only statistically significant group comparisons are discussed in this report.6 For each
section of the report, results are presented for the Reserve components overall, as well as by race/
ethnicity, Reserve component, and paygrade. In all cases, the use of the word “significantly” is
redundant and is, therefore, not used. Because the results of comparisons are based on a
weighted, representative sample, the reader can infer that the results generalize to the population.
Three types of group comparisons are employed:

e Race/Ethnicity — Analyses by race/ethnicity are made by comparing results for each
racial/ethnic group against each other group (i.e., pairwise comparisons among all
racial/ethnic groups). For example, a typical statement in the report might read
“Blacks (3%), Hispanics (3%), and Asians (3%) were more likely than Whites (1%)
and those of Two or More Races (1%) to indicate gang activities were a large
problem at their military duty station.” From this the reader understands that the rates

® All statistically significant findings are discussed in the text of the report. In some cases differences might appear
to be significantly different in comparison to the differences between other variables, but are not noted as different
in the text. In these cases, the margins of error render differences as not statistically significant. Instances where the
reader might question a finding that appears to be large are typically footnoted to clarify that the difference is not
statistically significant.



for Blacks, Hispanics, and Asians are statistically significantly higher than the
individual rates for Whites and those of Two or More Races.

e Reserve Component — In comparisons by Reserve component, the responses for one
group are compared to the weighted average of the responses of all other groups in
the Reserve component dimension.” For example, responses of ARNG members are
compared to the weighted average of the responses from members in the USAR,
USNR, USMCR, ANG and USAFR. A typical statement in the report might read
“Among Blacks, ANG (1%) members were less likely than Blacks in the other
Reserve components to indicate that gang activities were a large problem at their
military duty station.” From this the reader understands that the rate for Blacks in the
ANG is statistically significantly lower than the weighted average of the rate for
Blacks in the other five Reserve components combined. Similarly, a statement such
as “Among Blacks, ARNG (15%) members were more likely than Blacks in the other
Reserve components to indicate experiencing such discriminatory behaviors, whereas
USNR (9%) members were less likely” communicates that the rate for Blacks in the
ARNG is statistically significantly higher than the weighted average of the rate for
Blacks in the other five Reserve components and, in contrast, the rate for Blacks in
the USNR is statistically significantly lower than the weighted average of the rate for
Blacks in the other six Reserve components.

e Paygrade — In comparisons by paygrade, the responses for one group are compared to
the weighted average of the responses of all other groups in the paygrade dimension.®
For example, responses of junior enlisted members are compared to the weighted
average of the responses from senior enlisted members, junior officers and senior
officers. A typical statement in the report might read “Among Hispanics, junior
enlisted (5%) members were more likely than Hispanics in the other paygrades to
indicate racist/extremist organizations were a large problem in the local community.”
From this the reader understands that the rate for Hispanic junior enlisted members is
statistically significantly higher than the weighted average of the rate for Hispanics in
the other three paygrade categories combined. Similarly, a statement such as
“Among Blacks, senior enlisted (13%) members were more likely than Blacks in the
other paygrades to indicate that the offenders included both military and civilian
personnel, whereas junior enlisted (6%) members were less likely” communicates
that the rate for Black senior enlisted members is statistically significantly higher than
the weighted average of the rate for Blacks in the other three paygrade categories
combined and, in contrast, the rate for Black junior enlisted members is statistically
significantly lower than the weighted average of the rate for Blacks in the other three
paygrade categories combined.

The tables and figures in the report are numbered sequentially. The titles describe the
dependent variables and reporting categories presented in the table. Unless otherwise specified,

7 When comparing results within the current survey, the percentage of each subgroup is compared to its respective
“all other” group (i.e., the total population minus the group being assessed).
¥ When comparing results within the current survey, the percentage of each subgroup is compared to its respective
“all other” group (i.e., the total population minus the group being assessed).



the numbers contained in the tables are percentages with margins of error at the bottom of each
column (reporting category). Ranges of margins of error are presented when more than one
estimate is displayed in a column. Further information about the survey measures, results, and
percent responding are presented in Ormerod et al. (2008).

Survey Methodology

This section describes the methodology used for WEOR2007 and the analytic procedures
used in this report. The WEOR2007 was administered via both Web and paper surveys.” The
survey administration process began on August 13, 2007, with the mailout of notification letters
to sample members. This notification letter explained why the survey was being conducted, how
the survey information would be used, and why participation was important. Throughout the
administration period, additional e-mail and postal reminders were sent to encourage survey
participation. Data collection on the Web started on August 27, 2007, with paper surveys mailed
on September 14 to those who had not responded via the Web. Web and paper survey
administration continued through December 5, 2007.

The population of interest for the survey consisted of Reserve component members of the
Army National Guard (ARNG), U.S. Army Reserve (USAR), U.S. Navy Reserve (USNR), U.S.
Marine Corps Reserve (USMCR), Air National Guard (ANG), U.S. Air Force Reserve (USAFR)
and U.S. Coast Guard Reserve,'’ who (1) had at least six months of service at the time the
questionnaire was first fielded and (2) are below flag rank. Single-stage, nonproportional
stratified random sampling'' procedures were used. The sample size and weighted response
rates for the most important characteristics of the population are shown in Table 6 by Reserve
component, paygrade, and race/ethnicity. The sample consisted of 83,097 individuals drawn
from the sample frame constructed from DMDC’s Reserve Components Common Personnel
Data System. Members of the sample became ineligible if they indicated in the survey or by
other contact (e.g., telephone calls to the data collection contractor) that they were not in a
Reserve component as of the first day of the Web survey, August 27, 2007 (1.10 % of sample).

Completed surveys (defined as answering 50% or more of the survey questions asked of
all participants and at least one item in Questions 53-54 or 75) were received from 23,170
eligible respondents. The overall weighted response rate for eligibles, corrected for
nonproportional sampling, was 32%. Data were weighted to reflect the population of interest
using the industry standard three-stage process. This form of weighting produces survey
estimates of population totals, proportions, and means (as well as other statistics) that are
representative of their respective populations. Unweighted survey data, in contrast, are likely to

? In constructing the dataset that combines the paper and Web respondents, the Web version of questions was
typically used. The responses to the paper-and-pencil version of the questions were recoded to comply with the
Web version. For example, a difference between the surveys is the use of the Does not apply response option in the
paper version that is unnecessary in the Web version due to “smart skip” technology.

' Results for Coast Guard Reserve are not included in this report.

" In stratified random sampling, all members of a population are categorized into homogeneous groups. For
example, members might be grouped by gender and active-duty component (all male ARNG personnel in one group,
all female USNR personnel in another, etc.). Members are chosen at random within each group. Small groups are
oversampled in comparison to their proportion of the population so there will be enough responses from small
groups to analyze. Weights are used so that groups are correctly represented in the analyses.

2 Completed surveys were received from 22,233 DoD and 937 USCGR members.



produce biased estimates of population statistics. The three stage process of weighting consists
of the following steps:

Adjustment for selection probability—Probability samples such as the sample for this
survey are selected from lists and each member of the list has a known nonzero
probability of selection. For example, if a list contained 10,000 members in a
demographic subgroup and the desired sample size for the subgroup was 1,000, one
in every tenth member of the list would be selected. During weighting, this selection
probability (1/10) is taken into account. The base, or first weight, used to adjust the
sample is the reciprocal of the selection probability. In this example, the adjustment
for selection probability (base weight) is 10 for members of this subgroup.

Adjustments for nonresponse—Some sampled members do not respond to the survey.
Continuing the previous example, suppose only half of sample members, 500,
completed and returned a survey. Because the unweighted sample size would only be
500, weights are needed to project the sample up to the subgroup population total
(10,000). In this case, the base-weighted respondents would sum to only 5,000
weighted respondents. To adjust for nonresponse, the base weights are multiplied by
the reciprocal of the nonresponse rate. In this example, the base weight (10) is
multiplied by the reciprocal of the nonresponse rate (2) to create a new weight of 20.
The weighted sample sums to the subgroup population total of 10,000.

Adjustment to know population values—The first of the two previous weighting
adjustments are applied according to the demographic groupings used in designing
the subgroups for the sample. The second is based on population characteristics that
are know to be related to whether a sample person responds to the survey. Because
the sample design and adjustments for nonresponse cannot take into account all
demographic differences related to who responds to a survey and how they respond,
auxiliary information is used to increase the precision of survey estimates. For this
reason a final weighting adjustment is computed that reproduces population totals for
important demographic groupings related to who responds to a survey and how they
might answer the survey. Suppose in our example the population for the subgroup
was 8,500 men and 1,500 women but the nonresponse-adjusted weighted estimates
from the respondents was 7,000 men and 3,000 women. To dampen this possible bias
and reproduce known population totals the weights would be adjusted by 1.21 for
men and 0.5 for women that the final weights for men and women would be 24.3 and
10 which would give unbiased estimates of the total and of women and men in the
subgroup.

Further details on the statistical methods applied to sampling and weighting are reported
in DMDC (2008).



Table 6.
WEOR2007 Sample Sizes and Weighted Response Rates, by Reserve Component, Paygrade,

and Race/Ethnicity
Response Group | Number Sampled | Weighted Response Rates (%)
Reserve component
ARNG 20,629 26%
USAR 15,672 33%
USNR 12,345 41%
USMCR 12,313 12%
ANG 9,983 42%
USAFR 9,967 43%
USCGR 2,188 44%
Paygrade®
E1 to E4 39,919 14%
E5 to E9 28,096 40%
01 to O3 7,382 45%
04 to 06 6,431 62%
Race/Ethnicity

White 18,429 34%
Black 26,534 25%
Hispanic 13,701 28%
ATAN 6,257 26%
Asian 10,781 33%
NHPI 2,942 33%
'Two or More Races 3,765 37%

Note. AIAN—American Indian/Alaska Native. NHPI—Native Hawaiian/Pacific Islander. ARNG—Army Reserve/National Guard. USAR—
Army Reserve. USNR—Navy Reserve. USMCR—Marine Corps Reserve. ANG—Air National Guard. USAFR—Air Force Reserve.
*Warrant Officers are not included in the paygrade analyses but are included in racial/ethnic groups and Reserve component analyses.

The WEOR2007 survey used a complex sample design that requires weighting to produce
population estimates, (e.g., percent female)."? Because of the weighting, conventional formulas
for calculating the margin of error will overstate the reliability of the estimate. For this report,
variance estimates were calculated using SUDAAN® PROC DESCRIPT (Research Triangle
Institute, Inc., 2004).

By definition, sample surveys are subject to sampling error. Standard errors are estimates
of the variance around population parameters (such as percentages or means) and are used to
construct margins of error (i.e., confidence interval half-widths). Percentages and means are
reported with margins of error based on 95% confidence intervals.

Estimates may be unstable, because they are based on a small number of observations or
a relatively large variance in the data or weights. Particularly unstable estimates are suppressed

" As a result of differential weighting, only certain statistical software procedures, such as SUDAAN, correctly
calculate standard errors, variances, or tests of statistical significance for stratified samples.
© Copyright 2004 by Research Triangle Institute, P.O. Box 12194, Research Triangle Park, NC 27709-2194.
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or annotated. “NR” indicates the estimate is Not Reportable and is suppressed because of low
reliability. Estimates of low reliability are suppressed based on criteria defined in terms of
nominal sample size (less than 5), effective sample size (less than 15), or relative standard error
(greater than 0.225). Effective sample size takes into account the finite population correction,
variability in weights, and the effect of sample stratification. In other circumstances, “NA”
indicates the question was Not Applicable because the question did not apply to respondents in
the reporting category based on answers to previous questions.

Small racial/ethnic groups, such as AIANs and NHPIs, were oversampled in comparison
to their proportion of the population so there would be enough responses from each group to
analyze. However, even with oversampling, some groups have such small numbers within one
or more Reserve components or paygrades that estimates of these groups by Reserve component
or paygrade were generally not reportable. This was most likely to be the case for analyses of
the AIAN and NHPI populations. This report therefore presents estimates for AIANs and NHPIs
overall while excluding analyses for these groups by Reserve component and paygrade.
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Chapter 2: Personal Experiences Related to Race/Ethnicity

This chapter addresses Reserve component members’ responses to questions about the
frequency of their experiences of behaviors that might constitute racial/ethnic discrimination or
harassment. Racial/ethnic discrimination and harassment are a major concern within the military
because such experiences can negatively effect members’ job satisfaction and organizational
commitment (Stewart, 2001; Antecol & Cobb-Clark, 2008).

Fair treatment and equal opportunity have long been hallmarks of American public policy
and this commitment is reflected in the military as well. DoD equal opportunity (EO) policies
and programs regarding racial/ethnic discrimination and harassment address a broad spectrum of
both overt and subtle discriminatory/harassing behaviors. The military can promote and enforce
EO objectives by establishing standards of conduct, providing extensive training, and enforcing
adherence. Surveys provide one method for evaluating the extent and success of EO programs.

Although the military can implement policies and programs to address racial/ethnic
harassment and discrimination within the DoD community, Reserve component members are
embedded in their civilian communities where Reserve component members’ experiences off
duty are reliant upon the good conduct of the civilians with whom Reserve component members
will primarily interact. DoD’s interest in Reserve component members’ experiences does not
end when they are not in uniform. Therefore, Reserve component members were asked about
experiences of racial/ethnic discrimination or harassment in both the DoD community and their
civilian community.

Measurement Approach

Incident rates are the distinguishing feature of this survey. Going beyond perceived
climate, incident rates reflect whether Reserve component members indicated they experienced
race/ethnicity-related insensitivity, harassment, threats, or actual harm or discrimination.
Reserve component members had an opportunity to indicate if they experienced one or more of
43 race/ethnicity-related behaviors (survey items) in the 12 months prior to taking the survey.

There are two types of incident rates, based on the 43 behaviors, reported in this chapter:
overall experience rates and contributing factor rates that comprise the overall rates. These
incident rates are used to assess whether Reserve component members experienced racial/ethnic
harassment and discrimination by DoD personnel and/or civilians in the local area.

To be included in any rate, two conditions were required. First, Reserve component
members had to indicate they experienced at least one of the race/ethnicity-related behaviors
comprising the rate."* Second, members had to indicate they considered at least one behavior
they experienced in the list of 43 behaviors to be racial/ethnic harassment or discrimination.

'* A Reserve component member is included in a contributing factor rate if he or she endorsed one survey item,
more than one survey item, or all survey items included in that contributing factor. That is, a member is counted in a
contributing factor rate only once regardless of the number of items he or she endorsed. Note that a respondent is
only counted once in an overall experience rate even though he or she might be counted in more than one
contributing factor rate comprising that overall experience rate.
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The categorization of the two overall experience rates and their contributing factor rates
is illustrated in Figure 3. The number of survey items used in calculating each factor is shown in
the figure.

Figure 3.
Racial/Ethnic-Related Behavior Incident Rates

Overall Harassment/Discrimination in the Harassment/Discrimination in the Civilian
Experience DoD Community Community
Rates (30 items) (13 items)
( «Offensive Encounters in the DoD «Offensive Encounters in the Civilian
Community (9 items) Community (9 items)
*Harm or Threat in the DoD Community *Harm or Threat of Harm in the Civilian
Contributing (4 items) Community (4 items)
Factor < +Assignment Career Discrimination
Rates (7 items)
Evaluation Discrimination (4 items)
Training/Test Score Discrimination
(4 items)
\. *Undue Punishment (2 items)

Overall Experience Rates

Harassment/Discrimination in the DoD Community is reported as an overall experience
rate comprised of six contributing factor rates and provides a measure of the degree to which
Reserve component members experienced race/ethnicity-related insensitivity, threats, actual
harm, or discrimination from another member of the DoD community (military personnel, DoD
civilian employees and/or contractors). The six contributing factors measure specific types of
experiences during the 12 months prior to taking the survey, such as racially/ethnically
insensitive or harassing behavior from other DoD personnel; experiences of threat or assault
from other DoD personnel based on the Reserve component members’ race/ethnicity; and
perceived impact on Reserve component members’ career progression, performance evaluations,
training opportunities, and application of punishment based on race/ethnicity.

Harassment/Discrimination in the Civilian Community is reported as an overall
experience rate comprised of two contributing factor rates and provides a measure of the degree
to which Reserve component members experienced insensitivity, threats, actual harm, or
discrimination related to their race/ethnicity from civilians in the local community. The two
contributing factors measure specific types of experiences during the 12 months prior to taking
the survey, such as insensitive or harassing behavior and experiences of threat or assault from
civilians in the local community.
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Presentation of Results

In the following sections, the incident rates of harassment and discrimination experienced
by Reserve component members in the DoD and civilian communities are discussed. The
contributing factor rates for harassment/discrimination in the DoD community are presented first,
along with a description of the items that comprise each of those rates, followed by the overall
experience rate (Harassment/Discrimination in the DoD Community). Similarly, the
contributing factor rates for harassment/discrimination in the civilian community and
descriptions of the items that comprise each of those rates, precede the discussion of the overall
experience rate (Harassment/Discrimination in the Civilian Community). The last section of this
chapter analyzes the experiences of racial/ethnic behaviors when the two overall experience rates
are combined.

Each section presents findings for the military overall, as well as by race/ethnicity,
Reserve component, and paygrade. Details of each type of analysis include:"

e Race/ethnicity. Racial/ethnic groups analyzed include Hispanic, as well as any self-
reported members of the following groups who did not also indicate being Spanish/
Hispanic/Latino: White, Black, American Indian/Alaska Native (AIAN), Asian,
Native Hawaiian/Pacific Islander (NHPI), and those of Two or More Races (not
including Hispanic). Analyses by race/ethnicity were made by comparing results for
each racial/ethnic group against each other group. For example, Whites compared to
Blacks, Whites compared to Hispanics, Blacks compared to Hispanics, etc.

e Reserve component. Analyses by Reserve component were made by comparing
results for each group against the average of all other groups. For example, Reserve
component members in the ARNG are compared to the average of responses from
Reserve component members in the USAR, USNR, USMCR, ANG, and USAFR."

— Race/ethnicity by Reserve component. Within each racial/ethnic group, analyses
by Reserve component were made by comparing results for each group against
the average of all other groups. For example, among Whites, Reserve component
members in the ARNG are compared to the average of responses from White
Reserve component members in the USAR, USNR, USMCR, ANG, and
USAFR."

e Paygrade. Analyses by paygrade were made by comparing results for each group
against the average of all other groups. For example, junior enlisted Reserve
component members are compared to the average of responses from senior enlisted
members, junior officers and senior officers.

' See Chapter 1 for additional discussion of the measurement approach, such as definitions of the reporting
categories and analytical procedures.

'® The Reserve components are abbreviated as follows: Army National Guard (ARNG), U.S. Army Reserve
(USAR), U.S. Navy Reserve (USNR), U.S. Marine Corps Reserve (USMCR), Air National Guard (ANG), and U.S.
Air Force Reserve (USAFR).

' Due to the small sample sizes of the AIAN and NHPI groups, results by Reserve component are not presented.
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— Race/ethnicity by paygrade. Within each racial/ethnic group, analyses by
paygrade were made by comparing results for each group against the average of
all other groups. For example, among Whites, junior enlisted Reserve component
members are compared to the average of responses from White senior enlisted
members, junior officers and senior officers.'®

Harassment/Discrimination in the DoD Community

This section presents the rates for member experiences within the DoD community (see
the highlighted portion of Figure 4). Results for each of the six contributing factors are
presented first. Following the discussion of findings for each contributing factor rate is the
presentation of the overall Harassment/Discrimination in the DoD Community rate. This overall
experience rate is a composite of the six contributing factors and reflects how much Reserve
component members experienced racial/ethnic insensitivity, threats, actual harm, or
discrimination from another military member or a DoD civilian during the 12 months prior to
taking the survey. Rates are presented for the military overall, as well as by race/ethnicity,
Reserve component, and paygrade.

Figure 4.
Harassment/Discrimination in the DoD Community and Its Contributing Factors

. Harassment/Discrimination in the DoD Community
Overall Experience Rates (30 items)

/

-Offensive Encounters in the DoD Community (9 items)

*Harm or Threat in the DoD Community (4 items)
Contributing Factor Rates < «Assignment Career Discrimination (7 items)
*Evaluation Discrimination (4 items)

*Training/Test Score Discrimination (4 items)

\ *Undue Punishment (2 items)

Offensive Encounters in the DoD Community

The incident rate for Reserve component members’ experiences of Offensive Encounters
in the DoD Community was assessed by the nine items in the survey shown in Figure 5." Each
item described a situation in which members stated that DoD personnel engaged in racially/

" Due to the small sample sizes of the ATAN and NHPI groups, results by paygrade are not presented.

"% To be included in the Offensive Encounters in the DoD Community rate, Reserve component members had to
indicate they experienced at least one of the nine racial/ethnic behaviors that comprise this contributing factor and
indicate they considered at least one of the 30 behaviors experienced in the DoD community to be racial/ethnic
harassment or discrimination.
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ethnically insensitive or harassing behavior that caused the Reserve component member
discomfort or was insulting.

Figure 5.
Survey Items Assessing Experiences of Offensive Encounters in the DoD Community

How frequently in the past 12 months have you been in circumstances where you thought
Military Personnel (Active Duty or National Guard/Reserve)
- on- or off-duty
- on- or off-installation; and/or
DoD Civilian Employees and/or Contractors
- in your military workplace or on your installation/ship:
= Made unwelcome attempts to draw you into an offensive discussion of racial/ethnic matters?

= Told stories or jokes which were racist or depicted your race/ethnicity negatively?

= Were condescending to you because of your race/ethnicity?

= Put up or distributed materials which were racist or showed your race/ethnicity negatively?
= Displayed tattoos or wore distinctive clothes which were racist?

= Did not include you in social activities because of your race/ethnicity?

= Made you feel uncomfortable by hostile looks or stares because of your race/ethnicity?

= Made offensive remarks about your appearance because of your race/ethnicity?

= Made remarks suggesting that people of your race/ethnicity are not suited for the kind of work you
do?

Overall by Race/Ethnicity. Five percent of Reserve component members overall
indicated experiencing offensive encounters in the DoD community (Figure 6). Blacks (13%)
were more likely than Whites (2%), Hispanics (9%), and AIANs (4%) to indicate experiencing
such encounters. Hispanics and Asians (10%) were more likely than Whites and AIANs to
indicate experiencing such encounters. Those of Two or More Races (9%) were more likely than
Whites to indicate experiencing such encounters.
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Figure 6.
Offensive Encounters in the DoD Community, by Race/Ethnicity
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Note. AIAN—American Indian/Alaska Native. NHPI—Native Hawaiian/Pacific Islander.

Reserve Component and Race/Ethnicity. Overall (3%) and among Asians (6%), ANG
members were less likely than members in the other Reserve components to indicate
experiencing offensive encounters in the DoD community (Table 7).%

Paygrade and Race/Ethnicity. Overall (3%) and among Whites (1%), senior officers
were less likely than members in the other paygrades to indicate experiencing offensive
encounters in the DoD community (Table 7).

% Note that 6% of Asian USMCR members also indicated experiencing offensive encounters in the DoD
community. This percentage is not statistically lower than the average of the other Reserve components due to a
higher margin of error for USMCR members. Similar situations occur elsewhere in this section because of different
margins of error for the reporting categories.
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Table 7.

Offensive Encounters in the DoD Community, by Response Group

Overall White Black Hispanic Asian | Two/More
ARNG 5 2 15 11 11 13
USAR 6 3 11 8 11 4
USNR 4 1 10 8 10 12
USMCR 5 4 9 8 6 NR
ANG 3 1 13 9 6 8
USAFR 4 2 12 6 NR
E1-E4 5 3 10 9 11 7
ES-E9 5 2 14 9 9 10
01-03 4 2 14 9 11 6
04-06 3 1 16 8 9 NR
Margins of Error +/-3 +]-4 +2-5 +3-8 +3-12 +3-15

Note. WEOR2007 Questions 53 and 55. ARNG—Army Reserve/National Guard. USAR—Army Reserve. USNR—Navy Reserve. USMCR—
Marine Corps Reserve. ANG—Air National Guard. USAFR—Air Force Reserve. Results for American Indian/Alaska Natives and Native
Hawaiian/Pacific Islanders are not reportable. NR indicates results are not reportable due to very small numbers of respondents.

Harm or Threat of Harm in the DoD Community

The four items shown in Figure 7 were used to assess whether members experienced
instances of threats, vandalism, and assault that were related to their race/ethnicity and were
caused by members of the DoD community.*’

Figure 7.
Survey Items Assessing Experiences of Harm or Threat of Harm in the DoD Community

How frequently in the past 12 months have you been in circumstances where you thought
Military Personnel (Active Duty or National Guard/Reserve)

- on- or off-duty

- on- or off-installation; and/or

DoD Civilian Employees and/or Contractors

- in your military workplace or on your installation/ship:

Vandalized your property because of your race/ethnicity?

= Made you feel threatened with retaliation if you did not go along with things that were
racially/ethnically offensive to you?

Physically threatened or intimidated you because of your race/ethnicity?

Assaulted you physically because of your race/ethnicity?

! To be included in the Harm or Threat of Harm from Military Personnel, DoD/Service Employees and/or
Contractors rate, Reserve component members had to indicate they experienced at least one of the four racial/ethnic
behaviors that comprise this rate and indicate they considered at least one of the 30 behaviors experienced in the
DoD community to be racial/ethnic harassment or discrimination.
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Overall by Race/Ethnicity. Two percent of Reserve component members overall
indicated experiencing instances of threats, vandalism, and assault in the DoD community that
were related to their race/ethnicity (Figure 8). Blacks (4%), Hispanics (3%), Asians (4%), and
NHPIs (2%) were more likely than Whites (1%) to indicate experiencing such encounters.>

Figure 8.
Harm or Threat of Harm in the DoD Community, by Race/Ethnicity
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Reserve Component and Race/Ethnicity. There were no differences found by Reserve
component in indications of experiences of threats, vandalism, and assault in the DoD
community related to their race/ethnicity (Table 8). Among Asians, USAFR (1%) members
were less likely than Asians in the other Reserve components to indicate experiencing instances
of threats, vandalism, and assault in the DoD community related to their race/ethnicity.23

Paygrade and Race/Ethnicity. There were no differences found by paygrade or within
racial/ethnic group by paygrade in indications of experiences of threats, vandalism, and assault in
the DoD community related to their race/ethnicity (Table §).

** Note that 5% of members of Two or More Races also indicated experiencing harm or threat of harm in the DoD
community. This percentage is not statistically higher than the percentages for the other races/ethnicities due to a
higher margin of error for members of Two or More Races.

> Note that 1% of Asian ANG members also indicated experiencing harm or threat of harm in the DoD community.
This percentage is not statistically lower than the average of the other Reserve components due to a higher margin of
error for ANG members.
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Table 8.

Harm or Threat of Harm in the DoD Commupnity, by Response Group

Overall White Black Hispanic Asian | Two/More

ARNG 2 1 5 3 6 8
USAR 2 1 3 3 5 2
USNR 1 1 3 2 3 6
USMCR 2 2 4 1 2 NR
ANG 1 <1 3 NR 1 2
USAFR 1 <1 2 2 1 2
E1-E4 2 1 3 3 6 3
ES-E9 2 1 4 3 2 7
01-03 1 <1 3 4 4 1
04-06 1 <1 4 2 3 1
Margins of Error +]-2 +/-3 +]-4 +2-5 +/-11 +2-14

Note. WEOR2007 Questions 53 and 55. ARNG—Army Reserve/National Guard. USAR—Army Reserve. USNR—Navy Reserve. USMCR—
Marine Corps Reserve. ANG—Air National Guard. USAFR—Air Force Reserve. Results for American Indian/Alaska Natives and Native

Hawaiian/Pacific Islanders are not reportable. NR indicates results are not reportable due to very small numbers of respondents.

Assignment/Career Discrimination

The seven survey items included in the Assignment/Career Discrimination rate reflect
Reserve component members’ perceptions that an aspect of their current military assignment or

career progression was hampered because of their race/ethnicity (Figure 9).**

Figure 9.

Survey Items Assessing Experiences of Assignment/Career Discrimination

During the past 12 months, did any of the following happen to you? If it did, do you believe your

race/ethnicity was a factor?
= Your current military assignment has not made use of your job skills?
Your current military assignment is not good for your career if you continue in the military?

You did not receive day-to-day, short-term tasks that would help you prepare for military
advancement?

You did not have a professional relationship with someone who advised (mentored) you on military

career development or advancement?

You did not learn until it was too late of opportunities that would help your military career?
You were unable to get straight answers about your military promotion possibilities?
You were excluded by your military peers from social activities?

*To be included in the Assignment/Career Discrimination rate, Reserve component members had to indicate they
experienced at least one of the seven racial/ethnic behaviors that comprise this rate and indicate they considered at
least one of the 30 behaviors experienced in the DoD community to be racial/ethnic harassment or discrimination.
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Overall by Race/Ethnicity. Five percent of Reserve component members overall
indicated experiencing poorer military assignments or career progression opportunities because
of their race/ethnicity (Figure 10). Blacks (12%) were more likely than Whites (2%), Hispanics
(8%), AIANs (4%), Asians (8%), and those of Two or More Races (6%) to indicate experiencing
such discriminatory behaviors. Hispanics and Asians were more likely than Whites and AIANs
to indicate experiencing such discriminatory behaviors.

Figure 10.
Assignment/Career Discrimination, by Race/Ethnicity
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Note. AIAN—American Indian/Alaska Native. NHPI—Native Hawaiian/Pacific Islander.

Reserve Component and Race/Ethnicity. Overall, ANG (3%) members were less likely
than members in the other Reserve components to indicate experiencing poorer military
assignments or career progression opportunities because of their race/ethnicity (Table 9).>
Among Blacks, ARNG (15%) members were more likely than Blacks in the other Reserve
components to indicate experiencing such discriminatory behaviors, whereas USNR (9%)
members were less likely. Among Hispanics, USMCR (3%) members were less likely than
Hispanics in the other Reserve components to indicate experiencing such discriminatory
behaviors. Among Asians, ANG (4%) members were less likely than Asians in the other
Reserve components to indicate experiencing such discriminatory behaviors.

Paygrade and Race/Ethnicity. Overall, senior enlisted (5%) members were more likely
than members in the other paygrades to indicate experiencing poorer military assignments or
career progression opportunities because of their race/ethnicity, whereas senior officers (3%)

* Note that 3% of USMCR members also indicated experiencing assignment discrimination. This percentage is not
statistically lower than the average of the other Reserve components due to a higher margin of error for USMCR
members.
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were less likely (Table 9). Among Whites, senior officers (1%) were less likely than Whites in
the other paygrades to indicate experiencing such discriminatory behavior.

Table 9.
Assignment/Career Discrimination, by Response Group

Overall White Black Hispanic Asian | Two/More
ARNG 5 2 15 9 6 7
USAR 6 3 10 7 9 4
USNR 4 1 9 10 13
USMCR 3 3 8 3 6 NR
ANG 3 1 12 8 4 7
USAFR 4 2 11 5 NR 3
E1-E4 4 2 11 7 7 7
ES-E9 5 3 13 9 8 4
01-03 4 2 14 8 11 6
04-06 3 1 15 7 8 NR
Margins of Error +]-2 +/-3 +2-5 +2-9 +2-12 +3-14

Note. WEOR2007 Questions 54 and 55. ARNG—Army Reserve/National Guard. USAR—Army Reserve. USNR—Navy Reserve. USMCR—
Marine Corps Reserve. ANG—Air National Guard. USAFR—Air Force Reserve. Results for American Indian/Alaska Natives and Native

Hawaiian/Pacific Islanders are not reportable. NR indicates results are not reportable due to very small numbers of respondents.

Evaluation Discrimination

The four survey items shown in Figure 11 were used to assess Reserve component
members’ belief that their race/ethnicity was a factor in others’ judgments about their military
performance (e.g., evaluations or awards).?

Figure 11.

Survey Items Assessing Experiences of Evaluation Discrimination

During the past 12 months, did any of the following happen to you? If it did, do you believe your
race/ethnicity was a factor?

= You were rated lower than you deserved on your last military evaluation?

= Your last military evaluation contained unjustified negative comments?
= You were held to a higher performance standard than others in your military job?

= You did not get a military award or decoration given to others in similar circumstances?

%% To be included in the Evaluation Discrimination rate, Reserve component members had to indicate they

experienced at least one of the four racial/ethnic behaviors that comprise this rate and indicate they considered at
least one of the 30 behaviors experienced in the DoD community to be racial/ethnic harassment or discrimination.
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Overall by Race/Ethnicity. Four percent of Reserve component members overall
indicated experiencing racial/ethnic discriminatory military evaluations in the 12 months prior to
taking the survey taking the survey (Figure 12). Blacks (11%) were more likely than Whites
(2%), Hispanics (7%), Asians (7%), and those of Two or More Races (4%) to indicate
experiencing such discriminatory evaluations. Hispanics and Asians were more likely than
Whites to indicate experiencing such discriminatory evaluations.

Figure 12.
Evaluation Discrimination, by Race/Ethnicity
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Note. AIAN—American Indian/Alaska Native. NHPI—Native Hawaiian/Pacific Islander.

Reserve Component and Race/Ethnicity. Overall (3%) and among Asians (4%), ANG
members were less likely than members in the other Reserve components to indicate
experiencing racial/ethnic discriminatory military evaluations in the 12 months before taking the
survey (Table 10). Among Blacks, ARNG (14%) members were more likely than Blacks in the
other Reserve components to indicate experiencing such discriminatory evaluations.

Paygrade and Race/Ethnicity. Overall, senior enlisted (5%) members were more likely
than members in the other paygrades to indicate experiencing racial/ethnic discriminatory
military evaluations in the 12 months before taking the survey, whereas senior officers (3%)
were less likely (Table 10).27 Among Blacks, senior enlisted (13%) members were more likely
than Blacks in the other paygrades to indicate experiencing such discriminatory evaluations,
whereas junior enlisted (8%) members were less likely.

*7 Note that 3% of junior officers also indicated experiencing harm or threat of harm in the DoD community. This
percentage is not statistically lower than the average of the other paygrades due to a higher margin of error for junior
officers.
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Table 10.

Evaluation Discrimination, by Response Group

Overall White Black Hispanic Asian | Two/More
ARNG 4 2 14 8 5 3
USAR 5 2 9 7 9 4
USNR 4 2 9 5 9 12
USMCR 4 3 7 5 7 NR
ANG 3 1 8 6 4 NR
USAFR 4 2 10 5 NR 2
E1-E4 4 2 8 7 6
E5-E9 5 2 13 7 7
01-03 3 1 10 8 8 5
04-06 3 1 14 6 9 NR
(Margins of Error +]-2 +]-3 +2-5 +3-9 £2-12 *3-11

Note. WEOR2007 Questions 54 and 55. ARNG—Army Reserve/National Guard. USAR—Army Reserve. USNR—Navy Reserve. USMCR—
Marine Corps Reserve. ANG—Air National Guard. USAFR—Air Force Reserve. Results for American Indian/Alaska Natives and Native
Hawaiian/Pacific Islanders are not reportable. NR indicates results are not reportable due to very small numbers of respondents.

Training/Test Scores Discrimination

The four items shown in Figure 13 were used to assess Reserve component members’
beliefs that their race/ethnicity caused them not to have access to training opportunities or not to
receive the military training scores they deserved.”

Figure 13.
Survey Items Assessing Experiences of Training/Test Scores Discrimination

During the past 12 months, did any of the following happen to you? If it did, do you believe your

race/ethnicity was a factor?

= You were not able to attend a major school needed for your military specialty?

= You did not get to go to short (1- to 3-day) courses that would provide you with needed skills for
your military job?

= You received lower grades than you deserved in your military training?

= You did not get a military job assignment that you wanted because of scores that you got on tests?

Overall by Race/Ethnicity. Three percent of Reserve component members overall
indicated they had lower military training scores and/or poorer access to military training

¥ To be included in the Training/Test Scores Discrimination rate, Reserve component members had to indicate they
experienced at least one of the four racial/ethnic behaviors that comprise this rate and indicate they considered at
least one of the 30 behaviors experienced in the DoD community to be racial/ethnic harassment or discrimination.
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opportunities as a result of their race/ethnicity (Figure 14). Blacks (7%) were more likely than
Whites (1%), AIANs (2%), and those of Two or More Races (3%) to indicate experiencing
discriminatory behaviors regarding their military training. Hispanics (5%) were more likely than
Whites and ATANSs to indicate experiencing discriminatory behaviors regarding their military
training. Asians (5%) were more likely than Whites to indicate experiencing discriminatory
behaviors regarding their military training.

Figure 14.
Training Discrimination, by Race/Ethnicity
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Note. AIAN—American Indian/Alaska Native. NHPI—Native Hawaiian/Pacific Islander. NR indicates results are not reportable due to very
small numbers of respondents.

Reserve Component and Race/Ethnicity. Overall (1%) and among Asians (2%), ANG
members were less likely than members in the other Reserve components to indicate they had
lower military training scores and/or poorer access to military training opportunities as a result of
their race/ethnicity (Table 11). Among Whites, USNR (<1%) and ANG (<1%) members were
less likely than Whites in the other Reserve components to indicate experiencing discriminatory
behaviors regarding their military training. Among Blacks, ARNG (10%) members were more
likely than Blacks in the other Reserve components to indicate experiencing discriminatory
behaviors regarding their military training, whereas USAR (5%), USMCR (3%), and ANG (4%)
members were less likely. Among Hispanics, USMCR (2%), ANG (2%), and USAFR (2%)
members were less likely than Hispanics in the other Reserve components to indicate
experiencing discriminatory behaviors regarding their military training.

Paygrade and Race/Ethnicity. Overall (1%) and among Hispanics (3%), senior officers
were less likely than members in the other paygrades to indicate they had lower military training
scores and/or poorer access to military training opportunities as a result of their race/ethnicity
(Table 11).
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Table 11.
Training Discrimination, by Response Group

Overall White Black Hispanic Asian | Two/More

ARNG 3 1 10 4 4
USAR 3 1 5 5 6 2
USNR 3 <1 6 7 7 9
USMCR 2 2 3 2 4 1
ANG 1 <1 4 2 2 1
USAFR 2 1 5 2 NR 2
E1-E4 2 1 6 6 5 3
ES-E9 3 1 7 5 5 3
01-03 2 1 5 4 9 2
04-06 1 <1 7 3 5 NR
Margins of Error +]-2 +]/-3 +2-4 +2-7 +2-14 +2-12

Note. WEOR2007 Questions 54 and 55. ARNG—Army Reserve/National Guard. USAR—Army Reserve. USNR—Navy Reserve. USMCR—
Marine Corps Reserve. ANG—Air National Guard. USAFR—Air Force Reserve. Results for American Indian/Alaska Natives and Native
Hawaiian/Pacific Islanders are not reportable. NR indicates results are not reportable due to very small numbers of respondents.

Undue Punishment

The two survey items shown in Figure 15 were used to assess whether Reserve
component members perceived that their race/ethnicity contributed to differential experiences of
nonjudicial punishment (NJP) or courts martial.”

Figure 15.
Survey Items Assessing Experiences of Undue Punishment

During the past 12 months, did any of the following happen to you? If it did, do you believe your
race/ethnicity was a factor?

= You were taken to nonjudicial punishment or courts martial when you should not have been?

= You were punished at your military job for something that others did without being punished?

Overall by Race/Ethnicity. Two percent of Reserve component members overall
indicated that their experience of NJP or courts martial was negatively affected by their race/
ethnicity (Figure 16). Blacks (5%) were more likely than Whites (1%), AIANs (2%), and NHPIs
(3%) to indicate experiencing undue punishment. Hispanics (3%), Asians (3%), and NHPIs
(3%) were more likely than Whites to indicate experiencing undue punishment.

* To be included in the Undue Punishment rate, Reserve component members had to indicate they experienced at
least one of the two racial/ethnic behaviors that comprise this rate and indicate they considered at least one of the 30
behaviors experienced in the DoD community to be racial/ethnic harassment or discrimination.
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Figure 16.
Undue Punishment, by Race/Ethnicity
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Note. AIAN—American Indian/Alaska Native. NHPI—Native Hawaiian/Pacific Islander.

Reserve Component and Race/Ethnicity. There were no differences found by Reserve
component in indications of experiences of undue punishment (Table 12). Among Blacks,
USMCR (2%) members were less likely than Blacks in the other Reserve components to indicate
experiencing undue punishment. Among Hispanics, USNR (1%), USMCR (1%) and USAFR
(1%) members were less likely than Hispanics in the other Reserve components to indicate
experiencing undue punishment.

Paygrade and Race/Ethnicity. There were no differences found within by paygrade in
indications of experiences of undue punishment (Table 12). Among Hispanics, senior officers
(1%) were less likely than Hispanics in the other paygrades to indicate that their experience of
NIJP or courts martial was negatively affected by their race/ethnicity.

27



Table 12.

Undue Punishment, by Response Group

Overall White Black Hispanic Asian | Two/More
ARNG 2 1 6 4 3 2
USAR 2 1 4 3 3 2
USNR 1 <1 3 1 2 9
USMCR 2 2 2 1 1 NR
ANG 1 <1 4 5 2 NR
USAFR 2 1 4 1 NR 1
E1-E4 2 1 5 3 2 3
ES-E9 2 1 5 3 4
01-03 2 <1 4 4 5 3
04-06 1 <1 3 1 3 NR
Margins of Error +]-2 +]/-3 +2-3 +/-11 +2-8 +]-12

Note. WEOR2007 Questions 54 and 55. ARNG—Army Reserve/National Guard. USAR—Army Reserve. USNR—Navy Reserve. USMCR—
Marine Corps Reserve. ANG—Air National Guard. USAFR—Air Force Reserve. Results for American Indian/Alaska Natives and Native
Hawaiian/Pacific Islanders are not reportable. NR indicates results are not reportable due to very small numbers of respondents.

Overall Rate of Harassment/Discrimination in the DoD Community

In 2007, Reserve component members were asked if they experienced racial/ethnic
insensitivity, threats, actual harm, or discrimination from another military member, a DoD
civilian employee and/or contractor during the 12 months prior to taking the survey. The
Harassment/Discrimination in the DoD Community rate is a composite of the six contributing
factor rates, indicating a general level of racial/ethnic harassment and discrimination in the
military environment.*’

Overall by Race/Ethnicity. Six percent of Reserve component members overall indicated
that they experienced racial/ethnic harassment and/or discrimination in the DoD community
(Figure 17). Blacks (15%) were more likely than Whites (3%), Hispanics (10%), AIANs (7%),
and Asians (11%) to indicate that they had experienced such behaviors. Hispanics, Asians, and
those of Two or More Races (9%) were more likely than Whites, to indicate that they had
experienced such behaviors.

% To be included in the Harassment/Discrimination in the DoD Community rate, Reserve component members had
to indicate they experienced at least one of the 30 racial/ethnic behaviors that comprise this overall rate and indicate
they considered at least one of the 30 behaviors experienced in the DoD community to be racial/ethnic harassment
or discrimination.
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Figure 17.
Racial/Ethnic Harassment/Discrimination in the DoD Community, by Race/Ethnicity
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Note. AIAN—American Indian/Alaska Native. NHPI—Native Hawaiian/Pacific Islander.

Reserve Component and Race/Ethnicity. Overall, USAR (7%) members were more
likely than members in the other Reserve components to indicate that they experienced racial/
ethnic harassment and/or discrimination in the DoD community, whereas ANG (4%) members
were less likely (Table 13). Among Blacks, USNR (11%) members were less likely than Blacks
in the other Reserve components to indicate that they experienced such behaviors.”’ Among
Asians, ANG (6%) members were less likely than Asians in the other Reserve components to
indicate that they experienced such behaviors.

Paygrade and Race/Ethnicity. Overal